Using the Self-Determination Theory, the authors investigate the consequence of motivation. Specifically, this study analyzes the impacts of amotivation, extrinsic motivation, and intrinsic motivation toward proactive behavior of headquarter employees. Answering research problems and examining hypotheses, the authors applied regression technic to analysis eighty three data collected in the state organization which cover the Divisions under Directors of Finance and Human Resources and Sales Division outside of Finance & Human Resources Directors. The results of this research show that amotivation, extrinsic motivation, intrinsic motivation significantly and directly affect headquarter employee's proactive behavior. These findings imply that company should give attention to the emergence of amotivation because amotivation can reduce or eliminate an employee's proactive behavior in work which can ultimately disrupt the company's performance. Moreover, the authors conclude by presenting theoretical and managerial implication.
ICEMA that employees who are not motivated tend to deviant behavior such as extending breaks, violating rules and procedures.
Literature Review

Self-Determination Theory
Self-Determination theory is one approach used to explain motivation. As one of the motivational theories, Self-Determination theory assumes that all individuals have natural, innate and constructive tendencies to develop a sense of self (Ryan & Deci, 2002) . Ryan and Deci (2002) reveal that motivation is not static but dynamic. Self-Determination theory divides motivation into a stage that can rotate. Deci and Gagne (2015) share a person's motivation with a scale that shows a person's motivational tendency. Self-Determination Theory divides motivation in three levels, namely amotivation, extrinsic motivation (controlled motivation), and intrinsic motivation (autonomous motivation) (Vandercammen et al., 2014) .
This study uses Self-Determination Theory as a theoretical approach to explain the level of motivational tendencies in carrying out an action. Amotivation is a condition where a person has no motivation in doing something. When employee motivation is determined by extrinsic motivation, employees will work on outside encouragement, such as employees who work on orders or to receive awards or avoid penalties (Deci & Ryan, 2002 . Conversely, Gagne & Deci (2005) and state that employees who are motivated to work because the work is in accordance with the interests and values possessed by employees, then it is a manifestation of intrinsic motivation. Employees who work based on encouragement from within themselves have awareness to be good employees and have feelings of shame and guilt when doing bad work (Broeck, et al., 2008 ). Guay et al. (2010) explained that motivation is a reason for someone to do something. Furthermore Broussard and Garrison (2004) say that motivation becomes an attribute that moves individuals to take action. Motivation makes employees do their jobs consistently, competently and are able to do their jobs well. Conversely, if viewed from the opposite perspective if motivation is lower, the lower the value of the work that is meaningful to employees that creates lower effort given to the job ( Jones, 2010 Amotivation is a condition when a person has absolutely no motivation from within himself to do everything. Even though someone moves in doing something at the stage of amotivation, the movement is not based on an intention that arises from within themselves (Gagne & Deci, 2015) . The character of someone who experiences amotivation is characterized by the lack of encouragement or motivation to act something . Furthermore, Gagne & Deci (2015) explained that at the amotivation stage, an employee does not have the motivation to behave proactively, and truly individually does not know the reason why he does his job or task. An example of amotivation is reflected in the behavior of an employee who uses his work time to carry out activities not related to work and feels that the work done does not have meaning or value for him.
Work Motivation
When employee motivation is determined by extrinsic motivation, also known as controlled way motivation, the theory of self-determination is work behavior based on external encouragement, such as employees who work on orders or to receive awards or avoid punishment (Deci & Ryan, 2002 . Gagne, and Deci (2005) describe the stages of extrinsic motivation which can be seen in Figure 1 . External
Regulation is the first stage of extrinsic motivation. At this stage an employee will behave or do something because of the encouragement such as the form of punishment and gifts given if an employee successfully reaches a certain point specified. Such behavior is classified as controlled motivation. Introjected regulation is the second stage of extrinsic motivation. In this stage a person will still act because there are external factors, only at this stage there has been an internal urge to act based on that person's ego. An example of introjected regulation is that someone gives money to beggars because the person wants to be called a hero.
Identified regulation is the third stage of extrinsic motivation. At this stage a person will do something because there has been an impulse from within because there has been a similarity in the value of the work done with the value that is held by him. For example, a nurse will work very well and provide satisfying service to patients because he has a purpose in life to help others. Identified regulation has approached autonomous motivation. Integrated motivation is this stage where a person will act according to his goals, values, and regulations. Dorogan Integrated motivation is a reflection of autonomous motivation. Ryan, Mims, and Koestner (1983) found an extrinsic motivation in the form of giving a reward that is tangible to increase the intrinsic motivation of a worker. But if giving rewards is not done it can also reduce or damage the intrinsic motivation of an employee.
Intrinsic Motivation
Almost the same as autonomous motivation, but intrinsic motivation has a stronger inner drive. At this stage a person will act because of the attraction and enjoy every activity carried out. Gagne & Deci (2005) and state that employees who are motivated because the work is in accordance with the interests and values possessed by employees, then this is a manifestation of intrinsic motivation. Employees will work based on encouragement from within themselves, and arise a sense of not wanting to be a bad employee, the emergence of feelings of shame, or guilt (Broeck, Vansteenkiste, Witte, 2008). SDT addresses the relative strengths of autonomous motivation compared to controlled motivation rather than the amount of motivation itself (Deci and Gagne, 2015) . The SDT stages are described in Figure 2 .
Proactive Behavior
Proactive behavior is also an important determinant of organizational success (Crant, 2000 behavior is work behavior in which individuals have initiatives from themselves to make changes in achieving better results (Parker et al., 2010) . Self-derived motivation is referred to as intrinsic motivation and extrinsic motivation at the stage of internal regulation. Crant (2000) says that proactive behavior is a behavior aimed at creating a new opportunity in a work context. Schnake (1991) says that proactive behavior is the right that employees have to be responsible for giving ideas to solve problems. Furthermore, proactive behavior can be directed or directed or self-oriented and in the future that is initiated by individuals in an effort to bring positive changes in the workplace (Bindl & Parker, 2011) . Proactive behavior is an important determinant of organizational success (Crant, 2000) . Proactive behavior is motivation that comes from internal encouragement such as the need for achievement, and self-association (psychological needs). The presentation is the result of research from Chiaburu et al. (2007) . Furthermore, Crant (2000) states that proactive behavior can be derived from several types of work motivation.
Proactive work behavior involves changing self-initiation to achieve the desired future (Parker et al., 2010 ).
An organization can be grouped into several sectors, namely, public organizations (government), private (business / private), and hybrid sectors. Employees in each sector have different motivational work motivation. This is evidenced by the results of research from Wittmer (1991) which states that salaries are the main thing that motivates employees in private sector organizations to do their work while for public sector organizations and hybrid sectors, salary is not the main thing that motivates employees to work. 
Hypothesis Development
An employee who has amotivation will cause the employee to tend not to work optimally or not to produce the expected results of the organization. In conditions of amotivation creates a condition where a person will feel motivated to do something. Crant (2000) states that proactive behavior can be derived from several types of work motivation.
Even though someone moves in doing something at the stage of amotivation then the movement is not based on intention from within self / controlled motivation. Proactive behavior will not arise when a person experiences amotivation because proactive behavior is based on motivation and motivation based on what is described by Crant (2000) . So that the research hypothesis proposed in this study are: H1: Amotivation has a negative effect on proactive behavior. Crant (2000) states that proactive behavior can be derived from several types of work motivation, namely intrinsic motivation and extrinsic motivation. Employees with extrinsic motivation will be able to provide proactive behavior if the activities carried out 
Methods and Equipement
This study uses a quantitative research approach. The use of a quantitative approach is because research aims to achieve generalization of a research result through testing 
Results and Discussion
To test validity is used a bivariate Pearson method. Each item statement in this research questionnaire was declared valid. It can be said to be valid because the value of the r (correlate item) has a value greater than the r The results of the heteroscedasticity test using the Glejser method which then obtained the significance value of the independent variable greater than 0.05. So that it can be said that the three variables above do not experience heteroscedasticity problems. The linearity test uses a test for linearity at a significant level of 0.05. Obtained a significant value of 0.330 for amotivation, 0.926 for extrinsic motivation, and 0.145 for intrinsic motivation. Significant value obtained above is greater than 0.05 so that there is a linear relationship between the independent variable and the dependent variable.
VIF value is amotivation 1,435 then extrinsic motivation 1,318 and intrinsic motivation is 1,405. It can be concluded that all independent variables are free from multicollinearity.
The results of VIF are smaller than 5.
Furthermore, a partial test is carried out to know whether each variable, namely amotivation, extrinsic motivation and intrinsic motivation affect proactive behavior. Table   4 .1 summarized the result of t-test. indicates that the employee's amotivation will reduce the level of employee proactive behavior at work. The results of this study are in accordance with the presentation of Gagne & Deci (2015) , explaining that at the amotivation stage an employee does not have the motivation to behave proactively and truly individually does not know the reason why he does his job or task. Furthermore say that the character of an amotivation is characterized by the lack of encouragement or motivation to act something . Standardized Beta Coefficient value is 0.663 with a significant level of 0,000 which is smaller than 0.05, so that the intrinsic motivation variable partially has a positive effect on the proactive behavior variable. Adjusted R Square value is 0.432 which means that intrinsic motivation variables have an influence (43.2%) on proactive behavior. This positive influence means that the higher employee's intrinsic motivation will influence and increase the level of proactive behavior of employees at work. Intrinsic motivation has a standardized beta coefficient of 0.663 which is greater than the standardized beta coefficient for proactive behavior. The results of this study found that intrinsic motivation has a greater influence on proactive behavior. The results of this study are consistent with the research conducted by Bindl & Parker (2011) who found that proactive behavior can be directed or directed or self-oriented and in the future that is initiated by individuals in an effort to bring positive changes in the workplace (Bindl & Parker, 2011) .
Intrinsic motivation encourages a person to do a job because the person has a sense of liking and enjoys the work, (Gagne & Deci 2005 ) and creates proactive behavior in work because (Crant, 2000) proactive behavior is basically influenced by motivation. For the Head Office of PT PPI (Persero) should pay attention to the emergence of amotivation because amotivation can reduce and even eliminate the proactive behavior of an employee in the work which in turn can disrupt the performance of the company.
Conclusion
One company can do to prevent / eliminate amotivation is to create a comfortable work environment and create good communication between subordinates and superiors.
Extrinsic motivation should also be considered so that proactive behavior can be created at work. The results of descriptive statistics on the age and working duration of an employee were found to be no difference in an age cluster and an employee's long time working to create an extrinsic motivation. So that in this case the company can provide the same motivation to all levels of age and length of work. Motivations originating from the workplace can lead to proactive behavior (Straus, Parker & O'shea, 2017).
Intrinsic motivation is an important part in creating proactive behavior, because in this study proves that intrinsic motivation has an adjusted r square value of 0.432, which means 43.2% intrinsic motivation influences employee proactive behavior. Descriptive statistical results on the age and duration of work of an employee were found to be no difference in an age cluster and an employee's long time to create an intrinsic motivation.
So that in this case the company can provide equal treatment to all levels of age and length of work to bring up intrinsic motivation of employees. Companies can reward employees who excel so that employees feel valued and make employees enjoy their work. In addition, companies can provide motivation to employees who have not shown proactive behavior, because (Mims, and Koestner, 1983) extrinsic motivation can make employees have intrinsic motivation.
